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Abstract 
In the era of knowledge-based economy which information technology develops rapidly, the rate of knowledge updating 
has become a critical factor for enterprises to gaining competitive advantage .We build an interactional theoretical model 
among inter-firm networks, organizational learning and knowledge updating thereby and demonstrate it with empirical 
study at last. The result shows that inter-firm networks and organizational learning is the source of knowledge updating. 
© 2011 Published by Elsevier Ltd. Selection and/or peer-review under responsibility of [name organizer] 
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1. Introduction 
With the coming of the knowledge economy era, the comprehensive renewal of knowledge becomes 
rapid, the life cycle of knowledge is shorter, and the trend of knowledge depreciation becomes evident. 
Updating knowledge more quickly has become an important guarantee for the sustainable development of 
enterprises. Enterprises should continuously learn and promote updating speed of knowledge so as to survive 
in the market of fierce competition. As Bill Gates once told his staff, if you do not update, Microsoft may 
not exist in 15 days.  
In this background, to study knowledge updating and its dynamic resource has become an important task. 
2. Theory and Hypotheses 
2.1 Knowledge updating 
Most current research of knowledge management is focused on knowledge innovation, knowledge  
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transfer, knowledge diffusion, knowledge sharing, knowledge dissemination and so on, while as an 
important target of knowledge management, knowledge updating is paid less attention by researchers, and 
even a more clearly uniform definition is lack.  
For example, knowledge updating is defined from the perspective of knowledge innovation or from the 
view point of knowledge acquisition. These definitions ignore the fact that the substitution effect of new 
knowledge on old knowledge. As researchers [1] clearly point out, the updating of knowledge lies not only 
to add new knowledge in time, but also to forget outdated knowledge in a timely manner. Similarly, the 
"Dictionary of New Words" defines knowledge updating as: add new knowledge and blow away the 
cobwebs.  
Accordingly, in order to distinguish knowledge updating from other related knowledge concepts, this 
article will define knowledge updating as: Individual or organization create new knowledge and substitute 
old knowledge by learning, absorbing and integrating external knowledge. Knowledge updating provides 
enterprises with most advanced level of knowledge, the available technology, ensure the available the 
process, technology, management and business philosophy not to be fall behind, and improve the efficiency 
of knowledge management. 
2.2 Organizational learning 
Argyris and Schon [2] point out that, learning is the main factor to maintain innovation and learning can 
increase the capacity of organizational innovation. Teece et al [3] further propose that, organizational 
learning can enhance the organizations capacity to respond to changes in the external environment, and then 
provide the basis to adjust and change the extant rules and strategies. Organizational learning is the source of 
achieving and enhancing competitive advantage, corporate performance and organizational innovation [4]. 
So this paper propos that organizational learning is the important source of knowledge updating, both 
contribute to both create new knowledge and get rid of old knowledge. 
Organizational learning can be reflected by three variables: Commitment to learning, Shared vision and 
open mind. Commitment to learning increases the initiative and sensitivity of staff to mobilize the 
enthusiasm and creativity that motivates employees to constantly change their own knowledge structure and 
enhance the willingness and ability of innovation so as to reduce obstacles to innovation and generate more 
ideas and creativity [5]. While shared vision and open mind enhances staff's sense of identity to innovate, 
and strengthen internal cohesion among people so as to eliminate impediments caused by departmental 
interests and personal beliefs, motivation and willingness, and foster innovation [6]. At the same time, 
commitment to learning, share the vision and an open mind is also beneficial to get rid of old knowledge. 
This brings us to our first hypothesis: 
Hypothesis 1: Organizational learning is positive related to knowledge updating of enterprises. 
2.3 Inter-firm networks 
Organizational learning is achieved by the exchange of knowledge and integration [9], which is 
influenced by social networks. Granovetter objects to the “atomized” process of organizations by economists, 
and argues that economical activities are embedded in social structures [7], which breakthrough view point 
of explaining economic behavior from individual rationality by the new classical economics tradition, and 
attempts to understand economic behavior form the influence by structure on behavior. According to the 
study of "embeddedness", there are two dimensions of the structure of inter-firm networks: ties dimension 
and structural dimension. The former refers to the behavior of enterprises under the impact of direct social 
relations, while the latter refers to the behavior of enterprises subject to the influence by more indirect 
relationship.  
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However, most research of inter-firm networks is based on the former dimension, such as ties strength 
and ties quality [8]-[13], while the study of the latter dimension is relatively less. As the ties and structural 
dimensions of the inter-firm networks both influence the learning and innovation of enterprises, the in-depth 
study on the effect of these two dimensions on the behavior of enterprises is of great significance. 
Accordingly, in this paper, we propose that both dimensions of the structure of inter-firm networks are 
beneficial to organizational learning and innovation of enterprises. So we hypothesize that: 
Hypothesis 2: The ties dimension of the structure of inter-firm networks is conducive to organizational 
learning.
Hypothesis 3: The structural dimension of the structure of inter-firm networks is conducive to 
organizational learning. 
Hypothesis 4: The ties dimension of the structure of inter-firm networks is conducive to knowledge 
updating of enterprises. 
Hypothesis 5: The structural dimension of the structure of inter-firm networks is conducive to knowledge 
updating of enterprises. 
4. Research model 
Based on the relationship among knowledge updating, organizational learning and inter-firm networks 
and above five hypotheses, we propose the research model of this paper as follows: 
Ties dimension
Structural dimension
Organizational learning Knowledge updating
Figure 1. Research model 
4. Research methods 
4.1 Research setting 
The sample objects are enterprises from several High-tech industrial clusters in Shanghai and Jiangsu 
provinces of China. The reason is that High-tech enterprises face fierce competition and they need to 
promote the speed of knowledge so as to survive and develop. 
Method of investigation as follows: 
1) we make face to face interviews with people of the enterprises and related institutions as pre-survey, 
including staff of government departments, university experts, business owners, management personnel;  
2) we mail questionnaires to enterprises, and confirm by phone;  
3) To ensure the response rate, two weeks after releasing the questionnaire, we call the remaining non-
respondents. 
A total of 300 questionnaires were issued to require the enterprise's senior management personnel in 
order to ensure that they are familiar with research questions. A total of 174 questionnaires were recovered, 
of which 143 valid questionnaires, effective recovery rate of 48%.  
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4.2 Operational measures  
This study used a multi-measure approach to operate the theoretical constructs. Whenever possible, 
measurement instruments available from extant research were used to operate the theoretical constructs.  
Several instruments were modified to make them more suitable for the current research setting. 
 Ties and structural dimensions of the structure of inter-firm networks are measured following the scales 
by H Yli-Renko et al. [14], and organizational learning following the research achievements by Santos-
Vijande et al. According to our operational definition of knowledge updating, we establish scales of from 
two dimensions: the creation of new knowledge and the elimination of old knowledge, including 6 variables: 
the creation of new technology, products, and entering new market; exit existing markets. 
4.3 Results 
To verify hypotheses, we use structural equation model (SEM) and statistical software AMOS7.0 to 
analysis the relationship between variables. The results see figure 2 and table 1. 
Ties dimension
Structural dimension
Organizational learning Knowledge updating
0.43**
0.32**
0.27*
0.05
0.12
Figure 2. Results of model 
Table I. Parameter estimates for structural model  
Relations between variables Coefficient P-value Hypothesis Results 
Knowledge updating<--Organizational learning  .43 .006 H1 Support  
Organizational learning<-- Ties dimension .32 .003 H2 Support 
Organizational learning<---Structural dimension  .27 .012 H3 Support 
Knowledge updating<--- Ties dimension .05 .361 H4 Non-support 
Knowledge updating <--- Structural dimension  .12 .227 H5 Non-support 
The results show that, the coefficient between organizational learning and knowledge updating is 0.43, 
and the coefficients among ties dimension and structural dimension and organizational learning are 0.32 and 
0.27, and p values are lower than 0.05, supporting H1, H2 and H3. While the coefficients among ties and 
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structural dimension and knowledge updating are very low, and p values are greater than 0.05, which do not 
support H4 and H5. 
5. Conclusion 
From the results, we can conclude four points:  
Firstly, organizational learning and inter-firm networks are both important source of knowledge updating.  
Secondly, ties dimension and structural dimension of inter-firm networks are both beneficial to 
organizational learning, constituting the structural foundation of organizational learning, which also 
indirectly influence knowledge updating via the intermediary role of organizational learning.  
Thirdly, the hypotheses that ties dimension and structural dimension of inter-firm networks are both 
beneficial to knowledge are not supported, which means that inter-firm networks are not a direct source of 
knowledge updating. 
Last but not the least, form the above two points, we find the paths for firms to promote the speed of 
knowledge updating, which from inter-firm networks to organizational learning, and via organizational 
learning to knowledge updating. 
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